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The study of age differences in the meaning of work joins two important strands of sociological inquiry. People's work commitment and work values are important barometers of the quality of their work roles, a central concern in the sociology of work, while age is increasingly becoming recognized as one of the major bases of social stratification. Despite the complementarity of these concerns, most discussions of the meaning of work do not address the ways in which work attitudes differ at various points in the life course. Nor has research on aging and social change 338 / Social Forces Volume 67:2, December 1988 typically focused on the meaning of work. Yet sociological perspectives on age suggest that the meaning of work changes as individuals move through various life stages, each characterized by different configurations of work and nonwork roles and by different historical contexts.
Cross-national research provides a unique opportunity to improve understanding of age differences in the meaning of work. Countries differ in their cultures, work systems, and in the age composition of their labor forces; these macroscopic country differences largely set the parameters within which both work views (Schein 1983 ) and age (Foner & Kertzer 1978) are defined. National differences in perceptions of work and in the age norms which govern work and nonwork roles are the subjects of a large scholarly as well as popular literature that points to the uniqueness of Japanese work values and commitments as a partial explanation for Japan's superior industrial performance in recent years.
The assumption that the Japanese are more highly committed to work (e.g., Marsh & Mannari 1977) has been used to explain their tendency to take much less vacation time than their American counterparts and to put in extra hours without pay (Cole 1979b; Levine 1981) . Because social interdependence is such an important value in Japan, in contrast to the "rugged individualism" of Americans, the Japanese are often seen as having a less competitive, more cooperative attitude towards their coworkers. The typical manufacturing employee in Japan is assumed to place less value on individual rewards such as high wages and more importance on harmonious work group relations (Bartholomew 1981) .
However, there is another strong current in the literature which suggests that such a depiction of typical Japanese employees relative to their American counterparts is, or soon will be, obsolete. Younger Japanese employees are said to approximate the work attitudes and concomitant behavior of their Western counterparts (e.g., Cole 1979b; Woronoff 1981) . If this is the case, assumptions about the reason for Japan's superior economic success, which has been linked time and again to the Japanese employee's close identification with work, may soon be obsolete as well.
Despite the importance of these issues, evidence based on explicitly comparative studies of Japan and the U.S. is conspicuously scarce. In this paper, we seek to document age differences in the meaning of work using samples of 4,567 American and 3,735 Japanese manufacturing employees. We then attempt to account for age patterns in work commitment and work values in each country on the basis of both work and nonwork characteristics. We examine these patterns separately for men and women since age norms often differ markedly by gender (Rossi 1984) , especially in Japan, where the roles of women and men are far more differentiated than in the U.S. We first discuss briefly some major theoretical issues raised by a consideration of age differences in the meaning of work.
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Explaining Age Differences in the Meaning of Work in the U.S. and Japan AGE AND THE MEANING OF WORK Work has no inherent meaning: rather, cultures and individuals attach various meanings to this activity (Mills 1956 ).1 The concept of the meaning of work has two main components: work commitment, a general orientation that reflects the importance of the work role to the identity; and more specific work values, which represent the functions that work serves for people. Those who are highly committed to work define and evaluate themselves in terms of work rather than nonwork roles. Specific work values include the importance which people place on particular aspects of work, such as pay, promotion opportunities, social relationships, and job security (Loscocco 1985) .
Work and nonwork roles are structured by age, and important features of these roles have been used to explain why people of different ages vary in their work commitment (Lodahl & Kejner 1965; McKelvey & Sekaran 1977) and work values (Loscocco forthcoming). Past research on work attitudes suggests that the meaning of work is shaped by characteristics of both work and nonwork social roles (e.g., Kalleberg 1977; Kohn & Schooler 1983; Lawler & Hall 1970) . Thus, the nature of people's jobs has an important effect on their work commitment and work values. The rewards associated with one's job affect the extent to which one chooses work over nonwork roles as a source of identity; job rewards also affect what one is likely to value in the work situation (Lawler & Hall 1970; Morse & Weiss 1955) . The constraints and opportunities represented by nonwork social roles (e.g., family relations) also influence the meaning a person attaches to the work activity (Dubin 1956; Goldthorpe et al. 1968) , since these color perceptions of needs as well as provide alternative sources of commitment.
There are two major perspectives on age differences in the meaning of work. The sociocultural perspective on the sociology of age and aging (Elder 1975) maintains that age reflects the limitations and possibilities associated with an employee's position in both nonwork and work domains. For example, the demands of family life differ at different stages of the life course. Moreover, job rewards are often differentially distributed within organizations on the basis of age norms (Riley, Johnson & Foner 1972) . The sociohistorical perspective (Elder 1975) suggests that age differences may also result from differential socialization. This perspective identifies birth cohort as an important aspect of age which reflects the different socialization experiences resulting from societal shifts in work values. Cultural change, which affects members of various birth cohorts differently (Dannefer 1984; Riley 1987 ) may lead to age differences in the conceptions of work which are brought to the workplace.
Making predictions about similarities and differences in age and the meaning of work in the U.S. and Japan requires us to specify the age norms associated with work and nonwork roles as well as the extent of social change in each country. The complexity of these processes is mirrored in the lack of consensus among researchers on the meaning of work, age norms or change in these phenomena. Studies provide conflicting views as to whether we should find age differences in the meaning of work at all in these two countries, and about the magnitude and direction of those differences that do exist. Consequently, our exploratory study will examine several alternative scenarios that have been proposed to describe age differences in perceptions of work in these two countries.
COMPARING AGE PATTERNS IN THE U.S. AND JAPAN Many writers have argued that there have been major changes in Japanese workers' beliefs about the meaning of work since the post-war period. They propose that the heyday of intense work group loyalty and commitment to work in Japan has passed. Younger Japanese workers are less inclined than their older counterparts to report that work is their "central concern in life" and are more likely to take their allotted vacation time (Bartholomew 1981) . The younger Japanese employees want to work for tangible rewards rather than the greater good and they express more preference for a system which ties pay to effort rather than to seniority (Woronoff 1981) . A number of cross-sectional studies have shown that younger Japanese workers have less traditional work values than their older counterparts (Odaka 1975; Takezawa & Whitehill 1981) . Moreover, four work attitude surveys conducted at 5-year intervals provide evidence of a strong negative effect of youth on the work ethic; young Japanese workers appear to be less committed to work than their elders, and it has been suggested that this derives from changes in the socialization experiences of more recent birth cohorts (Cole 1979a) .
However, writers disagree about the implications of a shift away from traditional work values in Japan-assuming it has occurred-for a comparison of the meaning of work between American and Japanese employees. Some authors imply that the movement away from traditional work values has been so great in Japan that we should see more age variation in that country and a close approximation of Japanese youth to the work values of their American counterparts (e.g., Woronoff 1981). Others argue that the young Japanese are not as work-oriented as their elders, but that they are still more work-oriented than young American employees, who also diverge from the work values of their elders (Bartholomew 1981 , Takezawa & Whitehill 1981 . Young American factory workers, in particuWork in U.S. and Japan / 341 lar, have been described as less committed to work and more interested in material rewards than their older counterparts, who were socialized to identify more strongly with work (Sheppard & Herrick 1971; Zuboff 1983) . Thus, the Japanese may be changing absolutely but not relatively, since social change is occurring at an even more rapid pace in the West (Austin 1976) .
Since age norms embedded in Japanese organizational structures are more pronounced than in the U.S. (Cole 1979a) , we would expect there to be larger age differences in work commitment in Japan than in the U.S. As in the wider society, large Japanese manufacturing organizations are noted for their finely age-graded hierarchies. The nenko system of lifetime employment and a cohort-based wage and promotion system lead to orderly careers structured by age (Clark 1979; Dore 1973) . These employment structures reflect the operation of firm internal labor markets (Lincoln & Kalleberg 1985) that provide promotion opportunities for people of all ages and ensure that job rewards will increase with tenure.
Because age is so closely tied to position in Japan, differences in the meaning of work between older and younger Japanese workers may result from differences in the nature of their work roles. In both countries, people with the best jobs are likely to be the most committed to work. Differences in values would result from the tendency to value what is most available from the job (Lodahl & Kejner 1965) . This line of reasoning is supported by past studies of the relation between jobs and work attitudes in the U.S. and Japan, which have found that the underlying psychological processes are similar (e.g., Naoi & Schooler 1985) . Hence, any observed differences between Japanese and U.S. workers may result from differences between the Japanese employment system, described above, and the U.S. work system, which is often seen as a more competitive, meritocratic system in which young workers frequently expect better job rewards than their elders.
However, this description of organizational structures in Japan holds only for the largest manufacturing firms, and applies only to male and full-time employees. Moreover, an aging labor force and high costs resulting from past economic growth have made it nearly impossible for many organizations to continue rewarding their older employees as liberally as they had done in the past (Cole 1971; Woronoff 1981) . If the U.S. and Japan do not differ substantially in their firm internal labor market systems, we would not necessarily expect work role characteristics to produce differences in age patterns in the meaning of work in these two countries.
Country differences in age-related perceptions of work may also result from nonwork social roles, such as differences in the relation between work and family in Japan as opposed to the U.S. Traditional Japanese culture specifies that a person is one with his or her work (Frager & Rohlen 1976 ), resulting in a lack of clear demarcation between work and nonwork roles (Shiota 1982) . Family and work lives are so interconnected in Japan (Rohlen 1974; Vogel 1979) , that strong identification with work is a sign of commitment to family (Schein 1983) . Since family demands are strongest among younger workers, the youngest Japanese employees may be more committed to work than their elders. The opposite pattern is more likely among the Americans, where the lessened family responsibilities associated with later life free the individual to focus on the work role. Again, we must note that this major cultural difference between the two countries may be eroding, as younger Japanese employees report increasingly that family and leisure are extremely important to them (e.g., Bartholomew 1981) . If this is true, then we would expect nonwork roles to detract from work commitment among the youngest workers in each country. There is no reason to expect that age variation in the demands of family roles would affect perceptions of what is desirable about employment differently in the two countries.
A comparison of age differences between these two countries must recognize that men and women are affected by age structures and social change in different ways (Dannefer 1984; Riley 1987) . In each country, women have different work experiences from men, but the differences, and corresponding age norms, are far more pronounced in Japan. Although over 50 percent of Japanese women 15 years or older are in the labor force, most are temporary or part-time employees who do not enjoy the privileges associated with employment in the internal labor markets generally found in large Japanese manufacturing establishments: lifetime employment, automatic promotions and pay increases, and lavish fringe benefits (Cook & Hayashi 1980) . In Japan, women are recruited differently from men, are placed on different wage scales, and have far fewer chances for promotion (Woronoff 1981) . The vast majority of large enterprises do not hire women who have college degrees. In fact, 71 percent of major Japanese firms do not even accept applications from female college graduates (Krisher 1985) . The high school graduates who are hired are expected to work only for 4 to 6 years, at which time they are encouraged to retreat to the home. Although more recent birth cohorts of Japanese women are less likely to stop working in their twenties and more likely to return to work during middle age (Holden 1983) , their work experiences remain very different from those of their male counterparts.
In addition to receiving fewer rewards than men, Japanese women may also have been affected less by the social changes and resultant shifts in work values described above. If so, then young men in Japan and the U.S. would be more similar in their work commitments and work values than are young women in the two countries. Consequently, the patterns of age differences in the meaning of work should be more pronounced between American and Japanese women than between men in the two countries.
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Our brief discussion of past research has suggested a number of hypotheses regarding the extent of, and reasons for, age differences in the meaning of work in Japan as opposed to the United States. If it is true that there is a more highly developed system of internal labor markets in Japanese than in American manufacturing enterprises-within which age norms are firmly embedded-then we should find greater age differences in the meaning of work in Japan. Alternatively, or additionally, stronger beliefs about work-family interdependence among the Japanese may result in more age variation in this attitude in Japan than in the-U.S. Finally, if there has been a major cultural shift in Japan, we should find that the younger Japanese differ more from their elders in terms of work commitment and work values than their American counterparts, irrespective of the characteristics of their work and nonwork roles.
We now describe the data we will use to investigate these research questions.
Data and Variables

DATA
The data come from a 1982 study of work organizations and their employees in seven manufacturing industries in the U.S. and Japan. Information was collected from key informants in about 100 plants in the Indianapolis, Indiana region and the Atsugi area of Japan; and from 4,567 American and 3,735 Japanese managers, supervisors, and workers in these plants (see Lincoln & Kalleberg 1989 for a detailed description of the study and data).
The Americans in our sample are somewhat older than the Japanese (a mean of 38.6 years in the U.S. vs. 35 years in Japan). This undoubtedly results, at least in part, from the effects of the economic recession in Indiana at the time of the study: the youngest workers in these plants were most likely to have been laid off, resulting in an older average age for those still employed. Despite being younger, however, the Japanese in the sample have been employed slightly longer by their companies (12.0 years in Japan, 11.3 in the U.S.). This reflects the greater prevalence of firm internal labor markets in Japan as well as the greater opportunities for inter-firm mobility in the U.S.
Our analysis proceeds in two steps. First we describe the distribution of items tapping work commitment and specific work values across six age groups for the U.S. and Japan. These statistics provide some insight into the extent and form of age patterns in the two countries. We then use multiple regression analysis to examine various hypotheses raised by our preceding discussion regarding the determinants of these age patterns; in particular, we seek to discover whether they are due to work or nonwork influences in each country.
Next, we describe briefly the variables included in the regression equations.
VARIABLES
Firm internal labor markets (FILMs) are the key work structures underlying organizational careers and associated age. norms; whether one is a member of a FILM is thus an important determinant of age differences in the nature of work roles and the meaning of work. Unfortunately, we do not have direct, structural measures of FILMs that are useful for differentiating those employees who are on job ladders from those who are not. Therefore, we measure FILM membership indirectly, by means of two individual-level variables: company tenure and promotion expectations. We assume that longer-tenured employees are more likely to belong to FILMs than those who have spent less time with a company. Moreover, we assume that employees who expect to be promoted are more likely to be on job ladders than those who do not anticipate advancing within the company. Of course, these are imperfect measures of FILMs, and our findings must be judged accordingly.
Our indicator of a person's nonwork life focuses on the family role. We measure the respondent's family status by means of a dichotomous variable reflecting whether he/she is (=1) or is not (=0) married. Being married may place constraints (perhaps especially for women) and provide opportunities (perhaps especially for men) on how committed people can be to work and what they are able to value in their jobs.
Our regression equations also include controls for a person's educational level and rank or authority position. Education is closely associated with age, since more recent birth cohorts are more educated than their elders (Riley, Johnson & Foner 1972 ). In addition, education is one of the major mechanisms by which people are sorted into occupations and organizations. Similarly, job rewards are distributed differentially on the basis of rank within organizations.
Our measures of work commitment and work values (see Tables 1  and 2 ) have been used often in previous studies of these concepts. The work commitment items are adaptations of selected questions from Lodahl and Kejner's widely used job involvement scale. The work value items are taken from the Quality of Employment Survey (Quinn & Shepard 1974) . These items were translated into Japanese by bilingual members of our research team. Repeated translations from English to Japanese and back again give us confidence that these questions are tapping similar concepts in the two countries. Further evidence for the validity of these items is provided by the analyses reported in Lincoln and Kalleberg (1989, chaps. 3 and 5) .
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Results Tables 1 and 2 present the means and standard deviations of the work commitment and work value items for the overall samples and for each of six age groups in the U.S. and Japan: comparisons for males are shown in Table 1 and those for females are shown in Table 2 .
For work commitment, these results indicate that both the Japanese men and women are more likely than their American counterparts to say that the most important things that happen to them involve their work rather than their family. The Japanese men are also more likely than U.S. men to feel that work is a "large part of who they are," although there is no difference among women.
Overall, we find that older manufacturing employees tend to be more committed to work than their younger counterparts. Among American men and women, employees from the older age groups fairly consistently place more value on work relative to family than do younger workers. In contrast, Japanese men in the 41-50 age group value work highly relative to family, while those in the other age groups have weaker commitment to work. The youngest and the oldest Japanese women place the greatest emphasis on work as opposed to family, although the differences are not pronounced. These findings may reflect cross-cultural differences in the relationship between work and family over the life course. It is plausible that among Japanese men the norm of strong commitment to work for the good of the family is relaxed once children are on their own. Thus, it may be that the oldest Japanese men are freer to commit to family when its needs are not so pressing. In the U.S. where work and family compete more actively for an employee's commitment (Schein 1983) , the pull away from commitment to work is stronger among younger workers, whose family relationships are probably more absorbing. It appears that work and family remain somewhat more separate for Japanese women than for Japanese men, such that women who are at life stages where they are likely to have no children or grown children place the greatest emphasis on work as compared to family.
Turning to our measures of specific work values, we note that the American men and women attach more significance to each job reward than do their Japanese counterparts. The age differences in work values in each country are more revealing. For example, while Americans of all ages place similar importance on having a stable job, older Japanese employees value job stability more highly than their younger counterparts. This probably results from the greater costs of job changing in Japan, which is regarded as a very "uncertain venture filled with many pitfalls," especially among older employees (Cole 1971, p. 129) . It may also reflect the purported desire on the part of many younger Japanese to better themselves, Likert items with forced choice categories: strongly agree (5), agree (4), neither agree nor disagree (3) disagree (2), strongly disagree (1).
The items read: When it comes to their jobs, different things are important to different people. How important to you is each of the following? Choices were: very important (3), somewhat important (2), a little important (1), not at all important (0). even if it means changing to another company (Levine 1981 ). In addition, there are no age differences among the Americans in the valuation of good pay, though the younger Japanese workers place more importance on pay than their elders. This may be due either to greater career pressure among the young Japanese than among their older counterparts or to a cultural shift toward a greater emphasis on pay. We will explore further these possibilities in our subsequent regression analyses.
Age patterns in the importance of getting along with co-workers differ in the two countries: younger Japanese employees place more importance on social relations at the workplace than do older ones, while U.S. employees over 40 are slightly more likely to value this than those in their 20s and 30s. We speculate that this may be due to differences in the functions of co-workers in the two countries. In the U.S., co-workers are typically seen as potential friends and older workers may be more dependent than younger ones on social relationships formed at the workplace. In Japan, on the other hand, getting along with co-workers is essential for career advancement in the firm, so the younger workers are more concerned that these relations be smooth ones. Finally, older employees in each country place less importance than younger ones on having good Work in U.S. and Japan / 347 chances for promotion (results not shown). Promotion probably has less value to older workers in both countries because they have less time left in which to enjoy the advantages that a promotion brings. We consider next the results of regression analyses aimed at exploring some of the reasons for these age differences in work commitment and work values. These results are presented in Tables 3 (men) and 4 (women). The coefficients in the first row of the tables represent the zero-order correlations of age with the dependent variables, and those in the second row represent the direct age effects. The difference in an age coefficient between the first and second rows represents the amount that is mediated by the work (tenure and promotion expectations) and nonwork (marital status) variables as well as the controls (education and rank).2
In each country, older men tend to place greater value than do younger men on work as opposed to family and to say that work is a larger part of their identity. Age differences in the importance of work to the identity are greater for Japanese men than American men (first row), and over half of this association is mediated by differences in work and nonwork social roles (compare rows 1 and 2). The major reason why work is a bigger part of the identity of older than of younger Japanese men is 348 / Social Forces Volume 67:2, December 1988 that older employees have longer tenures in their companies (i.e., tenure mediates most of the total age effect). After controlling for sample differences in their education, authority rank, company tenure, promotion expectations, and marital status, we find that age differences in both indicators of work commitment are greater among men in the U.S. than in Japan (second row). In contrast to the results for men, we find that while older women in the U.S. are more committed to work than younger women, age does not affect work commitment among Japanese women. The overall age patterns differ significantly between countries only for the item that evaluates the salience of work in comparison with family roles, but this is a key comparison. Among older women, the family diminishes in importance as work becomes the major source of identity and the primary arena within which significant events take place. The Japanese women in this sample are quite young-an average age of 30 years compared to 39 for the American sample-and thus there are unlikely to be marked differences in the family responsibilities of older and younger Japanese women. Moreover, if the majority of these women are temporary employees, which is likely, then it would be difficult for them to identify themselves on the basis of their work role, regardless of age.
We observed in Tables 1 and 2 that there are several key differences Work in U.S. and Japan / 349 in the importance placed on specific job rewards between Japanese and American employees. Tables 3 and 4 show that age differences in the valuation of good pay are more marked in Japan, with older Japanese employees valuing pay less than younger workers. We find these differences for both men and women in Japan, yet there are no age differences in the importance accorded to pay for either gender in the U.S. The age differences appear to be a function of cultural change rather than of age norms embedded in the Japanese work system, since they are not explained by tenure, promotion opportunities, or authority rank. This direct effect of age is consistent with the view that there has been a shift in values, such that younger cohorts of Japanese employees-women as well as men-are more interested in personal material gain and consumption than their older counterparts (e.g., Cole 1979a). We found earlier that older Japanese employees value stable jobs more than do younger ones. The results in Tables 3 and 4 suggest that this is due to nonwork as well as work-related variables. On the one hand, marital status is more strongly correlated with age in Japan than in the U.S., and family responsibilities influence one's need for stable employment (especially among men). On the other hand, midcareer change is more difficult for both men and women in Japanese work systems; even if one finds a new position, there is stigma attached to changing companies 350 / Social Forces Volume 67:2, December 1988 that late in life (Woronoff 1981) . The age norms surrounding interfirm mobility are not as rigid in the United States, where companies are more likely to accept midcareer entrants and older employees are believed to have as much right as younger ones to search for a better opportunity. Finally, the positive correlation of age and the valuation of good relations with co-workers among the American employees is not completely explained by the work and nonwork variables. The age differences among the Japanese, which indicate that older Japanese men and women place less value on such relations than do younger Japanese employees, are also not completely mediated. Since seniority is controlled, only a portion of these effects is due to the career pressures of new recruits. The remaining Japanese age differences are probably at least partially due to the fact that even work groups are arranged according to an age hierarchy, which is consistent with the tendency of the Japanese to accept authority most easily from older men (Rohlen 1974) . This could lead to the greater Work in U.S. and Japan / 351 concern among the young with pleasing their co-workers, some of whom may be their supervisors.
Conclusions
In this paper, we have investigated age differences in the meaning of work in the United States and Japan. We found that older men are more committed to work than younger men in both Japan and the U.S. We also observed this pattern among American women, though there were no age differences in work commitment among Japanese women. These age patterns generally remain even after we control for characteristics of work and nonwork social roles. Nevertheless, we were able to account for about half of the age differences in the "importance of work to the identity" item for Japanese 352 / Social Forces Volume 67:2, December 1988 men on the basis of the greater seniority-and thus the more highly rewarded jobs-enjoyed by older employees. Furthermore, when age is removed from the equation, there is a significantly greater positive effect of tenure on both commitment items among the Japanese men than among the Americans. The oft-discussed Japanese work system of firm internal labor markets appears to have little impact on the commitment levels of Japanese women: there were no age differences in commitment, nor did any of the work variables have an influence on any of our indices of work commitment. Age differences in the importance placed on good pay were generally more marked in the Japanese sample. This finding is consistent with the argument that there has been greater cultural change in work values in Japan than in the U.S. While Americans who were socialized during different historical time periods all highly value the economic function of work, good pay is emphasized most by the younger employees in Japan. If Work in U.S. and Japan / 353 this trend continues, the frugal and self-sacrificing Japanese employee may disappear entirely, with potentially severe consequences for the Japanese economy (Cole 1979a) . Moreover, we found the age patterns for Japanese women to be similar to those for Japanese men, suggesting that where a cultural shift has occurred the new messages are being internalized by working women as well as men. Of course, age differences in these work values could also result from the process of aging itself: cross-sectional research on age is always plagued by the fact that, on the surface anyway, cohort and life cycle interpretations of direct age effects are equally plausible (Riley 1973) . We are also unable to know whether differences left unexplained by the other variables in our equations result from cultural changes or simply reflect unmeasured differences in work situations or nonwork social roles. Still, a cohort interpretation seems appropriate in this case for several reasons. First, the same age patterns hold for Japanese women and Japanese men, even though the Japanese women are younger than their male counterparts (an average age of 30 as compared to 36). If the older Japanese have come to place less importance on pay as a function of the process of aging, we would not expect to see such similar patterns in these two groups. Second, theories of developmental aging suggest that there is a universal process which underlies movement through the life cycle (Erikson 1959; Levinson et al. 1978) . Thus, differences that are due to movement through the life cycle should surface in both countries. Finally, there appears to be no support in the existing literature on Japan for the view that the value of pay diminishes as employees age.
Our conclusions must also be evaluated in light of the local nature of our samples. Indeed, any comparative study which is not based on national samples is vulnerable to the charge that the regions surveyed may not be comparable to each other, nor representative of their respective nations. Nevertheless, the regions studied-South Central Indiana (chiefly the Indianapolis Metropolitan Area) and the Atsugi Region of Kanagawa Prefecture in Japan-are in fact quite similar. The two regions are comparable with respect to characteristics such as level of urbanization, proximity to major metropolitan areas (e.g., Chicago and Tokyo), and industry composition. Moreover, the industry compositions of both South Central Indiana and the Atsugi Region are representative of the composition of their respective countries (cf. Lincoln & Kalleberg 1985 , 1989 .
We conclude, then, that Japanese work systems enhance commitment to work through the careful structuring of an age-based reward and promotion system. In addition, we tentatively propose that young Japanese employees-males and females alike-are converging with Western values on at least one dimension: their greater emphasis on the economic function of work. Notes 1. Our emphasis is on paid work, although we recognize that more comprehensive definitions include a variety of work forms such as unpaid housework, community activities and child care (Feldberg & Glenn 1979) . 2. We estimated two other models as well. First, because the patterns of means indicate that there are curvilinear relations between age and some of the dependent variables, we examined polynomial regression equations for men and women in each country. In no case was a cubed term significant (cf. Kalleberg & Loscocco 1983) . In a few instances a squared term was significant, yet the addition of a squared term did not substantially alter our results. Thus for ease of presentation and interpretation we present the results of our model which used linear age terms. We also examined the extent to which organizational variables helped to explain the impact of age on work commitment and work values. By and large, the organizational variables did not contribute much to our understanding of the relationships that are of central concern in this paper.
